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ABSTRACT 
The mam purpose of this research is to study the relationship between training and 
development, job stress, pay and reward and turnover intention in a private university. 
Specifically, the objectives of this study are to examine the relationships between training and 
development, job stress, pay and rewards and turnover intention in private university. A total 
of 308 questionnaires were distributed among academic staff in the private university and 186 
questionnaires are successfully collected from the respondents. The data were analysed by 
using Statistical Package for Social Science (SPSS) version 25.0. The results of the study 
show that the relationship between turnover intention and training and development is weak. 
However, pay and reward is in the negative moderate relationship with turnover intention. As 
for job stress, it is in the positive strong relationship with turnover intention among the 
private university's academic staff. Based on the multiple regression analysis, the study found 
that two independent variables which are job stress and pay and reward are statistically 
significant while one independent variable which is training and development is not 
statistically significant. 
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ABSTRAK 
Tujuan utama kajian ini adalah untuk mengenalpasti hubungan antara latihan dan 
pembangunan, tekanan kerja, gaji dan ganjaran, dan hasrat untuk berhenti di universiti 
swasta. Khususnya, objektif kajian ini adalah untuk mengenalpasti hubungan antara latihan 
dan pembangunan, tekanan kerja, gaji dan ganjaran, dan hasrat untuk berhenti di universiti 
swasta. Daripada 308 soal selidik yang diedarkan di kalangan staf akademik universiti 
swasta, 186 soal selidik berjaya dikumpulkan dari responden. Data yang diperoleh dianalisis 
dengan menggunakan versi 25.0 versi Pakej Statistik untuk Sains Sosial (SPSS). Dapatan 
kajian menunjukkan bahawa hubungan antara hasrat untuk berhenti dan latihan dan 
pembangunan adalah lemah. Waiau bagaimanapun, gaji dan ganjaran adalah dalam hubungan 
sederhana yang negatif manakala tekanan kerja adalah hubungan kukuh posit if dengan hasrat 
untuk berhenti di kalangan kakitangan akademik universiti swasta berkenaan. Berdasarkan 
analisis regresi berganda, kajian mendapati bahawa dua pemboleh ubah bebas iaitu tekanan 
kerja dan gaji dan ganjaran adalah signifikan manakala satu pemboleh ubah bebas iaitu 
latihan dan pembangunan tidak signifikan. 




First and foremost, I am grateful to the God for the blessings, opportunity and good 
health in completing this research. This experience has been a challenging and inspiring for 
me. Secondly, l would like to convey my thanks to Universiti Utara Malaysia (UUM) for 
giving me the opportunity to further my Master studies and to conduct my research paper in 
partial fulfillment of the requirements for a postgraduate degree MSc (Management). 
I am truly grateful and would like to express my sincere gratitude to my supervisor 
Dr. Hadziroh Binti Ibrahim for the endless support, insightful suggestions and guidance from 
the beginning towards the end ofmy research paper. 
My sincere appreciation goes to the management of the private university for 
approving my request to involve its academic staff as respondents and also to all the 
academic staff of the private university who had contributed to my study despite their busy 
schedule. l am deeply grateful for their willingness to share information by completing the 
questionnaires provided without which the research would not have been possible. 
Not to forget, my beloved husband Mr. K. Jayachandran for the tremendous support, 
guidance and encouragement throughout my research. I would like to thank him for being my 
pillar of strength and for supporting me without hesitation in all my endeavors. 
Lastly, l would like to tender my regards and heartfelt appreciation to everyone who 
had supported me directly and indirectly in any aspect towards the completion of this 
research paper. 
iv 
TABLE OF CONTENTS 
ABSTRACT ii 
ABSTRAK i i i  
ACKNOWLEDGEMENT iv 
TABLE OF CONTENTS v 
LIST OF TABLES viii 
LIST OF FIGURES viii 
LIST OF APPENDICES ix 
CHAPTER ONE: INTRODUCTION 
1 . 1  Introduction I 
1 .2 Background of the Study I 
1 .3  Statement of the Problem 4 
1 .4 Research Questions 8 
I .5 Research Objectives . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  8 
1 . 6  Significance of the Study 9 
1 . 7  Scope of Study IO 
1 . 8  Definition of Key Terms 1 1  
1 .9  Organization of Thesis 1 1  






Introduction 1 3  
Underpinning Theory 13  
Social Exchange Theory 13  
Turnover Intention . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  1 5  
Training And Development 1 8  
Job Stress 20 
Pay and Rewards 23 
2.2 
2.2. 1  
2.7 Research Framework . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . . . . . . . . . . . . . . . . .  25 
2.8 Hypotheses Development 26 
2.8 . 1  Training and development and turnover intention 26 
2.8.2 The relationship between job stress and turnover intention 27 
v 
2.8.3 The relationship between pay and reward and turnover intention 29 
2.9 Chapter Summary 30 
CHAPTERTHREE:METHODOLOGY 
3 . 1  Introduction 3 1  
3.2 Research Design 3 1  
3.3 Measures 32 
3.3. 1  Turnover Intention 32 
3.3.2 Training and Development 33 
3.3.3 Job Stress 34 
3.3.4 Pay and Reward 35 
3.4 Data Collection Procedures 36 
3.5 Sampling Design 37 
3.5 . 1  Target Population 37 
3.5.2 Sampling Techniques 38 
3.5.3 Sample Size 39 
3.6 Research Instruments 39 
3.6. 1  Questionnaires Design 39 
3.6.2 Pilot Test 4 1  
3.6.2.1 Outcome of Reliability 41  
3.7 Data Analysis Techniques 42 
3.8 Chapter Summary 43 
CHAPTER FOUR: FINDINGS 
4. 1  Introduction 44 
4.2 Response Rate 44 
4.3 Descriptive Analysis 45 
4.3. 1  Respondents Demographic Profile 45 
4.3.2 Descriptive Analysis 48 
4.4 Pearson Correlation Analysis 50 
4.5 Multiple Regression Analysis 52 
4.6 Hypotheses Testing 53 
4.7 Chapter Summary 55 
vi 
CHAPTER FIVE: DISCUSSION & CONCLUSION 
5. I Introduction 56 
5.2 Discussion of Findings 56 
5.2. 1  The relationship between training and development and turnover intention 56 
5.2.2 The relationship between job stress and turnover intention 57 
5.2.3 The relationship between pay and reward and turnover intention 58 
5 .3 Implications of the Research 58 
5.4 Limitation of the study 60 
5 .5 Suggestions for Future Research 60 




LIST OF TABLES 
Table 1 . 1  Number of academic staff in Malaysia 5 
Table 1 .2  Average turnover rate for the non-manufacturing sectors in Malaysia (July 2010 
-June201 1 )  6  
Table 1 .3  Definition of Variables 1 1  
Table 3 . 1  Items represent the turnover intention 32 
Table 3.2 Items represent the training and development 33 
Table 3.3 Items represent the job stress 34 
Table 3.4 Items represent the pay and reward . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . . . . . . . . . . . . . .  35 
Table 3.5 Population of study 37 
Table 3.6 Distribution of Variables 40 
Table 3.7 Cronbach's Alpha Coefficient Result for All the Variables 4 1  
Table 3.9 lnternal Consistency for Cronbach's Alpha Coefficient . 4 1  
Table 4 . 1  Response Rate 44 
Table 4.2 Respondents Demographic Profile 47 
Table 4.3 Descriptive Analysis 48 
Table 4.4 Pearson's Correlation Analysis Results 5 1  
Table 4.5 Model Summary 52 
Table 4.6 Multiple Regression Analysis Results 53 
Table 4.7 Summary of Hypotheses Testing 54 
LIST OF FIGURES 
Figure 2. 1  Research Framework 26 
viii 
LIST OF APPENDICES 
Appendix 1 Sample of Questionnaire ii 
Appendix 2 Pilot Test Results vi 
Appendix 3 Descriptive Analysis Results for Demographic Profile x 
Appendix 4 Descriptive Analysis Results for All Variables xiii 
Appendix 5 Pearson Correlation Analysis Results xvi 





This chapter presents background of the study, statement of the problem, research questions, 
research objectives, significance of the study, scope of study, definition of key terms, and 
organization of thesis. 
This study focuses on the factors affecting turnover intention in a private university. 
The purpose of this study is to explore the relationship between training and development, 
job stress, salary and reward with turnover intention among academic staff in a private 
university. 
1.2 Background of the Study 
In current trend, turnover among employees are the main issue faced by any organization. 
Employees tend to leave an organization for many reasons. According to Feng and Angeline 
(20 I 0), turnover intention is described as the cognitive process of thinking, planning, and 
desiring to leave a job. Tariq & Riaz (2013) mentioned that the majority of organizations 
throughout the globe, not exempting advanced industrial organizations will invariably at one 
time or another experience high employee turnover intention. Besides, Dysvik and Kuvaas 
(20 I 0) also stated that the issues of employee turnover have been recognized as a major 
managerial concern in all organizations. It is imperative that the organization ascertain and 
evaluate the impact of employee turnover intention on the organization. Accordingly, Calisir 
( 2 0 1 1 )  stated that an organization which encounters high employee turnover may impact the 
excellence and capacity of its production outcome. Other than that, each organization is 
competing to provide better offers and working environment to keep their talented 
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